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ARTICLE 1

PARTIES

SECTION I. In accordance with the provisions of Public Law 95-
454, the following agreement is entered into between the Civil
Aeromedical Institute, Federal Aviation Administration, Oklahoma
City, Oklahoma, hereinafter referred to as the Employer, and the
American Federation of Government Employees, Local 2282,
hereinafter referred to as the Union. The Employer and the Union
will be collectively referred to as the Parties.

ARTICLE 2

RECOGNITION

SECTION I. The Employer recognizes the Union as the exclusive
representative of all non supervisory , nonprofessional employees
assigned to the Civil Aeromedical Institute.

SECTION 2. Excluded from the Unit defined in Section 1 of this
Article are the professional employees, confidential employees,
management officials, employees engaged in Federal personnel work
in other than a purely clerical capacity, and supervisors as defined in
Public Law 95-454.

ARTICLE 3

EMPLOYEE RIGHTS

SECTION I. Each Employee shall have the right to form, join, or
assist any labor organization, or to refrain from any such activity,
freely and without fear of penalty or reprisal, and each employee
shall be protected in the exercise of such right. Except as otherwise
provided under provisions of Public Law 95-454, such right includesthe right: ,I
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I
a. To act for a labor organization in the capacity of a

representative and the right, in that capacity, to present the views of
the labor organization to heads of agencies and other officials of the
Executive Branch of the Government, the Congress, or other
appropriate authorities, and

b. To engage in collective bargaining with respect to
conditions of employment through representatives chosen by
employees under Public Law 95-454.

SECTION 2. The Parties recognize that Public Law 95-454 does
not authorize participation in the management of a labor
organization by a management official, a supervisor, or a
confidential employee, except as specifically provided in Chapter
71, or by an employee if the participation or activity would result in
a conflict or apparent conflict of interest or would otherwise be
incompatible with law or with the official duties of the employee.

.

ARTICLE 4

MANAGEMENT RIGHTS

SECTION 1. Nothing in this agreement shall affect the authority of
any management official of the FAA:

a. To determine the mission, budget, organization, number
of employees, and internal security practices of the agency; and

b. In accordance with applicable laws --

(1) To hire, assign, direct, layoff, and retain employees
in the agency, or to suspend, remove, reduce in grade or pay, or take
other disciplinary action against such employees:

(2) To assign work, to make determinations with
respect to contracting out, and to determine the personnel by which
agency operations shall be conducted;

2



(3) With respect to filling posit~ons,to make selections
for appointments from --

(i) Among properly ranked and certified
candidates for promotion; or

(ii) Any other appropriate source; and

(4) To take whatever actions may be necessary to carry
out the agency mission during emergencies.

SECTION 2. Nothing in this agreement shall preclude the FAA and
AFGE Local 2282 from negotiating:

a. At the election of the agency, on the numbers, types, and

grades of employees or positions assigned to any organizational

subdivision, work project, or tour of duty, or on the technology,
methods, and means of performing work;

b. Procedures which management officials of the agency
will observe in exercising any authority under this Article; or

c. Appropriate arrangements for employees adversely
affected by the exercise of any authority under this Article by such

management officials.

SECTION 3. Management will follow the spirit and intent of merit

system principles avoiding any preferential or derogatory treatment
of individuals based on personal relationships and will avoid
exercise of their management rights in an arbitrary and capricious
manner.

ARTICLE 5

UNION REPRESENTATION

AND OFFICIAL TIME

SECTION I. The Parties recognize that good communications are
important to a positive cooperative relationship between the Union
and Management. The Union will notify the Employer in writing of

3
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the names of designated representatives, organizational location, and
assigned area(s) which they will represent, The' Union will notify
the Employer in writing of any changes in these designations.

SECTION 2. The Union has a right to be represented at formal
discussions between management and employees or employee
representatives concerning individual employee grievances,
personnel policies and practices, or other matters affecting
conditions of employment in the Unit. This right to be present does
not extend to informal discussions of personal problems between an
employee and supervisory officials.

SECTION 3. Union officials (elected and designated) shall be
granted the amount of official time which is reasonable and
necessary to perform representational functions.

SECTION 4. An officer or representative of the Union shall request
release from his/her supervisor or equivalent prior to leaving his/her
work area and/or assigned task. Likewise, if the Representative
wants to meet with another employee in another work area, release
of that employee will be obtained from that employee's supervisor.
An officer or representative of the Union who leaves his/her work
area shall advise his/her immediate supervisor or equivalent upon
return to the work area.

SECTION 5. An officer or representative of the Union in
requesting release to perform representational activities on official
time shall provide his/her immediate supervisor or equivalent in
writing the following information:

a. General nature of business for which time is requested.

b. Areas to be visited.

Ic. Approximate amount of time required.

d. When the time is to be utilized.

I4

I

.

I



SECTION 6. The immediate supervisor pf any officer or
representative of the Union who requests official time under the
terms of this Article shall if operational requirements permit approve

a reasonable amount of official time.

SECTION 7. In the event operational requirements will not permit
the officer/representative or the employee to be spared during the
time requested, an alternative time will be made available based on
operational requirements which are acceptable to both the
representative and his/her supervisor .

SECTION 8. When a Union officer or representative is detailed or
temporarily promoted to a supervisory position, he/she will cease to
serve as a Union officer or representative during the period of the
detail or temporary promotion.

SECTION 9. If the Employer has reason to believe an officer or
representative of the Union is abusing his/her use of official time,
the Union President shall be advised of the situation and requested
to take appropriate corrective action.

ARTICLE 6

DISCIPLINARY I ADVERSE A CTIONS

SECTION I. Any time an employee is being questioned in

connection with an investigation by a supervisor, management
official, or their representatives, and the employee reasonably
believes that disciplinary action may result, he/she has a right to
request that his/her Union representative be present. No further
questioning will take place until the employee is given a reasonable
amount of time to secure Union representation once the employee
has made his/her request. In no event shall the inability of an
employee to obtain Union representation be permitted to

unreasonably delay further questioning.

I
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SECTION 2. The Employer agrees to furnis~ the Employee
with the original and one copy of all proposed suspensions or
adverse actions and decisions on adverse actions. The copy is for
Union use if the employee elects Union representation. If the
Employee elects Union representation, the Union representative will
automatically be provided copies of any subsequent correspondence
to the Employee.

SECTION 3. If an employee is to be served with a subpoena,
whenever possible it will be done in private without the knowledge
of other ~mployees.

SECTION 4. Disciplinary actions will only be taken for good
and just cause and will be in accordance with the spirit and intent of

agency regulations.

SECTION 5. The Parties agree to the concept of progressive
discipline consistent with agency regulations and like penalties for
like offenses with mitigating or aggravating circumstances taken into
consideration. The Parties also agree that some offenses are such
that progressive discipline would not be appropriate.

SECTION 6. Planned discussions with employees regarding
conduct or corrective measures will normally be conducted in
private so as to avoid personal embarrassment of the affected
employee. Once an employee has designated a Union representative
no further discussion concerning the action may take place unless
the Union representative is present.

SECTION 7. All relevant facts pertaining to a disciplinary action
shall be determined as soon as practicable.

Disciplinary actions shall be promptly proposed and decided upon
after all the facts have been made known to the official(s)
responsible for taking disciplinary actions.

Timeliness will be based on the circumstances and complexity of
individual cases.

6



SECTION 8. An employee against whom a.ction is proposed under
this Article shall have the right to review all of the information
relied upon to support the action and shall be given a copy upon

request.

sEcnoN 9. For purposes of this Article:

a. A disciplinary action is defined as a written warning, oral
or written reprimand, or a suspension of fourteen ( 14) days or less.

b. An adverse action is defined as a removal, or reduction in
grade (for reasons other than unacceptable p~rformance), a
suspension of more than fourteen (14) days, a reduction in pay, or a
furlough of thirty (30) days or less.

ARTICLE 7

GRIEVANCE PROCEDURE

SECTION I. The purpose of this article is to provide a procedure
for the timely consideration of grievance.

SECTION 2. A grievance shall be defined as any complaint:

a. By a Unit employee concerning any matter relating to the

employment of the employee;

b. By the Union concerning any matter relating to the

employment of a Unit employee;

c. By a Unit employee, the Union, or the Employer

concernmg:

(1) The effect or interpretation, or a claim of breach of
this agreement;

(2) Any claimed violation, misinterpretation, or
misapplication of any law, rule, or regulation affecting conditions of
employment as defined in Public Law 95-454.

1
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SECTION 3. This procedure shall not apply with respect to any

grievance concerning the following matters:

a. Any claimed violation relating to political activities

prohibited by law;

Ib. Retirement, life insurance, or health insurance;

c. Suspension or removal in the interests of national

security; I
do Any examination, certification, or appointment;

eo The classification of any position which does not result in
the reduction in grade or pay of an employee;

fo The following matters subject to another appeals

procedure:

I

I

(I) Disputes involving the FLSA; and

(2) Disputes related to RIP's.

g. Discharge of a probationary employee.

SECTION 4. Most grievances arise from misunderstandings or
disputes which can be settled promptly and satisfactorily on an
informal basis at the immediate supervisory level. The Employer
and the Union agree that every effort will be made by management
and the aggrieved party(s) to settle grievances at the lowest possible
level. Inasmuch as dissatisfactions and disagreements arise
occasionally among people in any work situation, the filing of a
grievance shall not be construed as reflecting unfavorably on an
employee's good standing, performance, loyalty, or desirability to
the organization.

SECTION S. (STEP I) INFORMAL PROCEDURE. An
employee of the bargaining Unit desiring to file a grievance must file
an informal grievance with his/her immediate supervisor within 20
calendar days of the date of the event giving rise to the grievance or
within 20 calendar days of the time the employee may have
reasonably been expected to have learned of the event. Informal

I
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grievance may be presented orally, in writing, or both. The
supervisor shall arrange for a meeting at a mutually agreeable time
to discuss the matter. The supervisor will answer the grievance
either orally or in writing within 15 calendar days from receipt of the
grievance. If the grievance is submitted in writing, the supervisor
will answer the grievance in writing.

(STEP 2) FORMAL PROCEDURE. If the employee is not
satisfied with the answer given in Step I, the employee or his/her
Union representative may submit the grievance to the Division
Manager or equivalent within 10 calendar days from receipt of the
Step I answer.

The grievance shall be submitted in writing on a grievance form and
shall contain the name of the grievant, location/routing symbol, the
Article and Section of the Agreement alleged to have been violated
(if known), the incident date, name of Union representative, name of
Union representative, name of informal grievance official, date of
the informal decision at Step I, description of the events leading up
to the grievance, the corrective action desired, and whether he/she
wishes to make an oral presentation. The grievance shall be
submitted through the immediate supervisor who will acknowledge
receipt and expedite it through channels to the Division Manager or

equivalent.

If requested, the Division Manager or equivalent shall arrange for a
meeting within 10 calendar days to afford the employee and/or their
Union representative an opportunity to present the grievance orally.
The Division Manager's or equivalent's decision shall be delivered to
the employee or Union representative within 10 calendar days
following the meeting, or within 15 calendar days of receipt of the
grieyance if no meeting is requested.

(STEP 3) FORMAL PROCEDURE. If the employee or Union is
not satisfied with the answer given in Step 2, the employee or his/her
Union representative may submit the grievance in writing to the
Civil Aeromedical Institute Director within 10 calendars days from
receipt of the Step 2 answer. If requested, the Director or his/her

9
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designee shall auange for a meeting to afford the employee and/or
their Union representative an opportunity to present the grievance
orally. The Director's or equivalent's decision shall be in writing and
delivered to the employee or Union representative within 20
calendar days of receipt of the grievance.

(STEP 4) MEDIATION (OPTIONAL). Prior to arbitration being
invoked, the Parties may, within 10 days of the Step 3 decision,
mutually agree to request the assistance of a mediator in an attempt
to resolve/settle the subject grievance. The agreement to request the
assistance of a mediator by the Parties will suspend time limits
pending the outcome of the mediation. Any costs incuued by
mediation will be shared equally by the Parties.

(STEP 5) ARBITRATION. If the Union is not satisfied with the
decision at Step 3, the Union may, within 20 calendar days following
receipt of the decision at Step 3 or the day the answer was due,
advise the Director, Civil Aeromedical Institute, in writing that the
Union desires that the matter be submitted to an impartial arbitrator .

a. Within 7 days after the request for arbitration is
delivered, the Employer shall request the Federal Mediation and
Conciliation Service to submit a list of seven arbitrators. Within 10
days after receipt of the list, representatives of the Union and the
Employer shall meet to select an arbitrator from the list by mutual
agreement or by alternately striking names. A toss of a coin shall
determine who strikes first.

b. If, for any reason, either party refuses to participate in the
selection of an arbitrator, the Federal Mediation and Conciliation
Service will be empowered to make a direct designation of an
arbitrator to hear the case.

c. The grievance shall be heard by the arbitrator as promptly
as practicable on a date mutually agreeable to the Parties. The
arbitrator will confine the hearing to the specific issues in dispute.
The grievant and/or the Union representative, if an employee of the
FAA, shall be given official time to present the grievance if
otherwise in an active duty status.

I
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d. FAA employees who serve as witnesses during their

normal duty time shall be considered to be in a duty status. Each

party shall bear the expense of its own witnesses who are not
employed by the FAA, and/or who are not at that duty location. The
number of witnesses summoned at anyone time shall be linlited to
the number who can be spared from their duties without interference

to the mission of the facility.

e. The arbitrator will render a decision as quickly as
possible, but in no event later than 30 days following the closing of

the record. The arbitrator's decision shall be final and binding;
however, an exception to the arbitrator's award may be filed in
accordance with applicable law (5 U.S.C. 7122) and regulations.
Any dispute over the interpretation of the award shall be returned to
the arbitrator for resolution, if requested by either party.

f. The Parties will attempt to agree on the issue before the

arbitrator. If the Parties fail to agree on the issue, each shall make a
separate submission and the arbitrator will frame the issue from
these submissions. The arbitrator shall not in any manner or form
whatsoever directly or indirectly add to, detract from, or in any way
alter1he provisions of this Agreement.

g. The arbitrator has authority to award, if supported by
competent and substantive evidence in the record, appropriate
remedies, including reasonable attorney fees, pursuant to the
provisions of Section 702 of the Civil Service Reform Act.

h. In the event either party should declare a grievance
nongrievable or nonarbitrable, the original grievance shall be
considered amended to include this issue. All disputes of
grievability or arbitrability shall be referred to arbitration as a
threshold issue in the related grievance. Declaration of
nongrievability will be made promptly.

i. The arbitrator's fees and all arbitration expenses shall be
borne by the losing party. Where there is no clear winner, the
arbitrator is empowered to prorate the cost among the Parties based

on percentage.

I
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SECTION 6. In the case of any grievance involving the
interpretation or application of this Agreement or violation of a law,
rule, or regulation affecting conditions of employment which the
Union may have against the Employer, or which the Employer may
have against the Union, such grievance shall be submitted in writing
to the appropriate division manager or the appropriate designated
representative of the Union as the case may be, within 20 calendar
days of the event giving rise to the grievance, and shall contain the

following:

I

'4-

I
a. Statement setting forth the facts upon which the

grievance is based.
I

b. Reference to the Article and Section of the Agreement
alleged to have been violated and/or the appropriate law, rule, or

regulation;

I

c. The corrective action sought.

If no settlement is reached by the Parties within 15 days from the
submission of the grievance, the grievance may be submitted to
arbitration by the aggrieved Party in accordance with Section 6, Step
5 or the Parties may mutually agree to mediation in accordance with
Section 6, Step 4. If mediation fails to resolve/settle the grievance,
the aggrieved Party may submit the grievance to arbitration in
accordance with Section 6, Step 5, within 10 days.

SECTION 7. Failure of a grievant to proceed with a grievance
within any of the time limits specified in this Article shall render the
grievance settled on the basis of the last decision given unless an
extension of time limits has been agreed upon. Failure of
management to render a decision within any of the time limits
specified in this Article sh~l1 entitle the grievant to progress the
grievance to the next step without a decision.

I
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ARTICLE 8

"",'","""""
SECTION I. This Article constitutes a mutual understanding
between the Parties of their respective responsibilities and of
procedures, conditions, and requirements for withholding and
remitting the dues of certain employees who are members in good
standing of Local 2282, and who voluntarily authorize allotments
from their compensation for this purpose.

SECTION 2. Any employee who is a member of the Unit of
exclusive recognition and who is a member in good standing of the
Union may authorize an allotment of pay for the payment of his/her
dues for such membership, provided he/she regularly receives
sufficient pay on the regularly scheduled pay days to cover the full
amount of the allotment.

SECTION 3. The procedures and effective dates of authorization
shall be as follows:

a. The Union agrees to inform each of its members in the
Unit of the voluntary nature of the authorizing allotment of pay to
cover dues and the prescribed procedure for authorizing the
allotment.

b. The Union agrees to acquire and distribute to its
members in the Unit the prescribed authorization form (SF-1187)
and to receive completed forms from members who request
allotments. Standard Form 1187 is the only form which may be used
for this purpose.

c. The President and/or the Treasurer of the Union are
designated to process completed authorization forms by completing
Section II A II thereof and are responsible for ascertaining that the

forms are properly completed and that the employees are members in
good standing of the Union. Certified authorization forms will be
submitted to the Payroll Operations Division, AMZ-400, FAA
Aeronautical Center, Post Office Box 25082, Oklahoma City, OK
73125.

13
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d. A properly completed and certified au~horization will be
effective at the beginning of the first pay period following receipt of
the form by the Payroll Operations Division, and will continue in

effect until the allotment is changed or terminated in accordance
with the provisions of Section 4 and 5.

I

I

-

e. An allotment authorization which has not been properly
completed or properly certified will not be accepted and will be
returned by the Director, Office of Financial Services, within 10
workdays after receipt by the authorizing official with notice of the
reasons why it has not been processed.

SECTION 4. a. Allotted dues will be withheld from the regular
biweekly payrolls. The amount to be withheld shall be the amount
of the regular dues of the member, as specified on the SF-1187 , or as
governed by Section 4 (b); exclusive of initiation fees, assessments,
back dues, fines, and similar charges and fees, and shall be the same
amount for all members of the Unit.

b. If the amount of regular dues is changed by the Union,
the President of the Union will notify the Payroll Operations
Division, and each Union member in writing with a copy to the Unit
head and the Director, Office of Human Resource Management
(AMH-1 ), that the amount of regular dues has changed and will
certify as to the new rate and the effective date of the amended dues
structure. The amended amount will be withheld effective the
beginning of the pay period following receipt of the certification by
the Payroll Operations Division, unless a later date is specified by
the Union. New authorization forms are not required. Only one
change may be made in any period of 12 consecutive months; i.e., 12
months must elapse between changes.

SECTION s. The Director, Office of Financial Services, will
terminate an allotment:

a. For employees of the Unit, if the Union loses exclusive
recognition for the Unit, or if this Agreement is suspended or
terminated by appropriate authority outside the F AA. The
termination will be effective the beginning of the first pay period

}4
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following the effective date of the loss of recognition or termination
or suspension of this Article.

b. When the employee is separated from the F AA, or
promoted, transferred, or reassigned from the Unit for which
recognition has been granted, the allotment will be terminated at the
end of the payroll period in which the employee last served in a
position covered by the Unit of recognition or at the end of the
payroll period in which the need for the termination is known by the
Director, Office of Financial Services.

c. Upon receipt of notice from the Union that the employee
is no longer a member in good standing, the allotment will be
terminated at the beginning of the first pay period after receipt by
the Director, Office of Financial Services, of notification by the
employee or an authorized representative of the Union.

d. When the employee executes a written revocation of
his/her allotment on Standard Form 1188 or written memorandum
containing the same information, the allotment will terminate the
beginning of the first pay period following March 1, provided the
allotment has been in effect for at least one (1) year. Written
revocations may be sent directly to the Payroll Operations Division,
AMZ-400, by the employee. The Standard Form 1188, or other
written revocation, must be received in AMZ-400 no later than close
of business on March 1.

SECTION 6. a. After completion of each pay period, the Director,
Office of Financial Services, will remit the amount due. The check
will be payable to the Treasurer, AFGE Local 2282, and mailed to
the address furnished by the Union.

b. At the time of each remittance, the Treasurer, AFGE
Local 2282, will be sent a statement giving the following
information:

(I) Identification of office or facility.

(2) Identification of the Union Local.

15
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.(3) Names of members for whon:t deductions were
made, in alphabetical order, and amount of each deduction.

I

(4) Names of members for whom deductions
previously authorized were not made, with coding to show the

reason for non deduction.

(5) Total number of members for whom dues were

withheld,

I(6) Amount remitted.

I

I

I

c. The Union agrees to keep the Director, Office of
Financial Services, currently informed as to the name, title, and
address of the Treasurer of the Union.

SECTION 7. The Parties to this Agreement agree that:

a. Any allotment made under the provisions of this Article
shall be at no cost to the Union or the employee.

b. Administrative errors in remittance checks will be
corrected and adjusted in the next remittance check to be issued to
the Union. If the Union is not scheduled to receive a remittance
check after discovery of the error, the Union agrees to refund the
amount of erroneous remittance within 7 days.

c. The Union will notify the Director, Office of Financial
Services, within 5 workdays when an employee with a current
allotment authorization ceases to be a member in good standing.

I

1

ARTICLE 9

PERFORMANCE APPRAISAL

SECTION 1. Agency performance appraisal systems shall be
developed in accordance with the purpose and intent of Public Law
95-454 and regulations prescribed by the Office of Human Resource
Management. Each performance appraisal system shall provide for:

I16
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a. Establishing performance standar~s which will, to the
maximum extent feasible, permit the accurate evaluation of job
performance on the basis of objective criteria (which may include
the extent of courtesy demonstrated to the public) related to the job
in question for each employee or position under the system.

b. At the beginning of each appraisal period,
communicating to each employee the performance standards and the
critical elements of the employee's position.

c. Evaluating each employee during the appraisal period on
such standards.

d. Recognizing and rewarding employees whose
performance so warrants,

I e. 1 improving unacceptable

performance.

f. Reassigning, reducing in grade, or removing employees
who continue to have unacceptable performance but only after an

opportunity to demonstrate acceptable performance.

Assisting employees in

ARTICLE 10

LABOR-MANAGEMENT

COOPERATION

SECTION I. The Employer will upon request of the President of

the Union furnish the Union a list of the names, position titles,
grades, and organization of all employees within a specified Civil

Aeromedical Institute area.

SECTION 2. The Union President and First or Second Vice

Presidents may meet with the Director, Civil Aeromedical Institute,
or his/her designee on a quarterly basis. For a meeting to be held,
the Union will be required to present an agenda to the Director's

secretary no less than 14 calendar days prior to the scheduled date of
the meeting. The purpose of these meetings is to discuss matters of

17
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mutual interest and to exchange information. Such meetings may be
held more often if necessary .Matters more' appropriate for
discussion at lower levels of management or organizations shall not
be discussed at the quarterly meetingsc

SECTION 3. The Employer and the Union recognize that local and
national health. welfare, and emergency relief organizations depend
largely upon voluntary contributions for successfully achieving their
objective. Accordingly, the Employer and the Union mutually agree
that employees will be encouraged to participate in authorized
charity drives. However, in no instance shall the Employer or the
Union coerce any employee to contribute to a charity which the
employee does not wish to contribute.

SECTION 4. The Employer will inform each new Unit employee
that AFGE Local 2282 is the exclusive representative. The
Employer will provide the appropriate division Vice President up to
15 minutes during orientation for new Unit employees to explain the
role and responsibilities of the Union. The management
representative will normally leave during the Union orientation
phase unless the Union Vice President has no objections to his/her
remaining. Copies of the negotiated agreement will be provided to
new bargaining unit members by the Union at this time.

SECTION s. Operation of radios in work areas shall be authorized
on a case-by-case basis and at such times as it does not affect the
normal work activities, present a safety hazard to the employee,
cause disharmony among the employees, or be of unreasonable high
sound level.

SECTION 6. The Parties recognize that pursuant to Public Law 95-
454 any activities performed by any employee relating to the internal
business of a labor organization (including the solicitation of
membership, elections of labor organization officials, and collection
of dues) shall be performed during the time the employee is in a
nonduty status. The Union agrees to cooperate with the Employer in
eliminating any such activities which are being conducted by
employees in a duty status contrary to law.

I
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SECTION 7. The Employer shall print and distribute sufficient
copies of the negotiated agreement in booklet form to insure that

every covered employee shall have a copy. Enough copies shall be
printed to include distribution to new employees as hired, and to
supply the Union with additional copies as needed. The cost of

printing and distributing the Agreement shall be borne by the
Employer .

SECTION 8. The Union shall cooperate with the Employer in

promoting faithful and efficient work performance by the employees
both individually and collectively. The Union subscribes to the

concept that the Employer is entitled to a fair day of work from each
employee for a fair day's pay.

ARTICLE II

PARTNERSHIP

SECTION I. The Parties agree that there will be established an
AFGE/CAMI Partnership Council.

SECTION 2. The Council will consist of equal numbers of AFGE
and CAMI Management representatives.

sEcnoN 3. Through a collaborative process designed to utilize
the strengths of both Parties 10 best serve Civil Aeromedical Institute
employees/customers/rnission, the Council's purpose is to work
together to craft innovative systems and solutions that efficiently
deliver high-quality/high-value services to customers while
providing a quality work environment for employees. This
relationship will be based on trust, mutual respect, open sharing of
information, consensus problem solving, and shared accountability.

SECTION 4. As Parties to this Agreement the Civil Aeromedical
Institute/AFGE Partnership Council may mutually agree to modify
this Agreement.
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ARTICLE 12

EMPLOYEE ASSISTANCE

PROGRAM (EAP)

SECTION I. The EAP is provided by the Mike Monroney
Aeronautical Center so that Employees and their dependents can
receive counseling services so as to help them deal with personal,
work related, financial, or even legal issues. This is provided
through short term counseling by an EAP counselor. If at the end of
this short term counseling it is determined that the problem has not
been alleviated, the Employee or dependent will be refeued to
outside counselors. The costs associated with the use of outside
counselors will not be covered by the Employee Assistance Program.

SECTION 2. Confidentiality: The MMAC/EAP is confidential
except in areas that there are State mandates that limit
confidentiality such as: suicide, homicide, child or elderly abuse. If
an individual wants the counselor to share the information from a
session with anyone, including a spouse or family member, a release
of information has to be on file with the counselor before the
information can be released. In the case of safety related
individuals, if alcoholism or other chemical addiction is diagnosed
by the counselor, they are requested to sign a release of information
so that the information can be released to the flight surgeon, the EAP
manager and their immediate supervisor. If they refuse,
confidentiality remains, but further EAP services can not be

provided.

SECTION 3. The MMAC Employee Assistance Program may be
used by anyone living under the same roof in an Employee's
household, including a significant other. Children through age 21, if
in school, can also use the program, even if they do not live at home.

SECTION 4. Employees may access the MMAC Employee
Assistance Program through either the EAP Program Manager or the
EAP contractor. These numbers are listed in the Mike Monroney
Aeronautical Center Telephone Directory .
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ARTICLE 13
.

ALCOHOLISM AND DRUG USE

SECTION I. The Union and Employer jointly recognize alcoholism
and drug abuse as i)lnesses which are treatable. It is recognized that
it is for the best interests of the employee, the Union, and the
Employer that these illnesses be dealt with under existing laws and
regulations. Employees are encouraged to contact their local EAP

Counselor.

SECTION 2. It is agreed that the Employer will follow the spirit
and intent of applicable laws, regulations, and policies dealing with
alcoholism and drug abuse.

ARTICLE 14

POSITION DESCRIPTIONS

SECTION 1. Each employee covered by this Agreement shall be
provided a position description which accurately reflects the major
duties of his/her position. If an employee believes that his/her

position description is not accurate, he/she may request a review by
his/her immediate supervisor and be assisted by a Union
representative. Duties assigned that are unrelated to the major duties
of his/her position must be of an unforeseeable nature and must not

be on a continuing and reoccurring basis.

ARTICLE 15

LOANS, DETAILS, AND

TEMPORARY PROMOTIONS

SECTION I. LOANS. A loan is a temporary assignment of an
employee to another organization with the ~ series, grade or

basic duties of the employee's regularly assigned position. The
employee will be informed of the reason for the assignment, the
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anticipated duration of the assignment, and of any subsequent
changes in the duration. The affected employee(s) may discuss
alternatives with management.

SECTION 2. DETAILS. A detail is the temporary assignment of
an employee to a position or to duties with a different series, grade
or basic duties than those of the employee's regularly assigned
position. An employee need not meet qualification standards to be
detailed to a position or to the duties of a position. Details shall not
be used inappropriately to avoid or substitute for other personnel or
position actions.

a. DETAILS TO THE SAME OR LOWER GRADE.
Details to the same or lower grade are not limited as to duration.
However, an employee detailed to the same or lower grade will be
informed of the reason for the detail and the anticipated duration of
the detail. The affected employee(s) may discuss alternatives with

management.

I

I

I
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b. DETAILS TO A HIGHER GRADE. Details within the
bargaining unit to positions or duties at a higher grade will be
limited to six months in a 12 month period unless a competitive
process is applied to the selection. Details to a higher grade will be
assigned in an equitable manner among employees with the requisite
skills and abilities. Employees detailed in excess of 10 consecutive
work days to a higher grade position for which they meet minimum
qualifications will be temporarily promoted in accordance with
SECTION 3 of this article.

c. RECORD OF DETAIL. The Employer will provide a
method for recording details of 30 consecutive calendar days or
more to insure that the employee receives credit for the experience
gained in the position. If an employee is intermittently detailed or
performing the majority of duties of another position for a period of
less than 30 consecutive calendar days, the employee may complete
and submit a Standard Form 72, Amendment to Personal
Qualification Statement or equivalent, to the Office of Human

I

I
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Resource Management when the number of days detailed totals at
least 30 days.

SECTION 3. TEMPORARY PROMOTIONS. Employees
detailed to a higher grade position for which they meet minimum
qualifications for a period in excess of 10 consecutive work days
shall be temporarily promoted. The temporary promotion will be
effected in accordance with applicable laws, government-wide
regulations, and this Agreement. Selections for noncompetitive
temporary promotions will normally be made from among qualified
employees in the immediate work unit and at the next lower grade
using informal merit promotion principles. Such promotions, if
operationally feasible, will be rotated among equally qualified
employees.

ARTICLE 16

REASSIGNMENTS

SECTION I. Reassignments with promotion potential will be made
in accordance with merit promotion regulations.

I
ARTICLE 17

PROMOTIONS

SECTION I. Promotions shall be made in accordance with
applicable laws, regulations, and published FAS directives. The
Employer will utilize to the maximum extent possible the skills and
talents of its employees. Notification of Merit Promotion
opportunities in the bargaining Unit will normally be limited to the
organizations serviced by the Aeronautical Center.

SECTION 2. Before employees go on leave, detail, TDY, training,
etc., they are responsible for making arrangements to have their
application submitted for positions for which they desire
consideration which may be advertised during their absence.

23
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SECTION 3. Civil Aeromedical Institute vacancies will be
announced for a minimum of seven (7) calendar days prior to the
closing date to give employees an opportunity to bid on the position.

SECTION 4. Changes in the basic qualification standards affecting
bargaining unit positions will be documented in the Office of Human
Resource Management. The Union President will be notified of the
changes, and they will be made available for his/her review.

SECTION 5. An employee's annual leave or sick leave balance will
not be a factor in the consideration of employees for promotion.
However, reliability is a proper factor for consideration.

SECTION 6. Ranking factors shall not be altered for the purpose of
tailoring a position to meet the qualifications of a particular
individual.

SECTION 7. A rating panel may be used to limit the best qualified
list if requested by the selecting official. When necessary to break
ties, the employee with the oldest Service Computation Date (SCD)
will be referred. Automatic consideration is when all qualified
candidates are referred to or considered by the selecting official
provided there are sufficient candidates available in the area of

consideration.

SECTION 8. The Employer agrees that it is the responsibility of the
employee's immediate supervisor to counsel with the employee,
when requested, on how the employee's performance and promotion
potential might be enhanced.

SECTION 9. When a grievance is filed, the President of the Union
or his/her designee will, consistent with the provisions of applicable
laws and OPM regulations, be permitted to examine all records used
as a basis for ranking bargaining Unit employees for promotion to
higher level positions at the Civil Aeromedical Institute.

SECTION 10. Employees selected for a developmental position
shall be promoted at the completion of 52 weeks in the
developmental position, unless management advises them by the
SOth week of the intent to delay the promotion and the reason(s) for
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the delay. Promotions at an earlier date shall be dependent upon the
employee meeting qualification standards and/or other official

requirements and the demonstration of performance at the higher

grade.

SECTION 11., To the extent practical, when filling a bargaining
unit position under this agreement either by promotion or

reassignment, management will first consider qualified bargaing unit

employees before filing the position from other sources.

ARTICLE 18

EQUAL EMPLOYMENT

OPPORTUNITY

SECTION 1. The Employer and the Union agree to cooperate in
proyiding equal opportunity in employment for all persons; to

prohibit discrimination because of age, race, color, religion, sex, ..f,J
handicap, or national origin; and to promote the full realization of

equal employment opportunity through a continuing affirmative
action program. The Parties agree to abide by the spirit and intent of

controlling laws and regulations.

ARTICLE .9

TRAININ G

SECTION I. Upon the request of either Party, the Civil
Aeromedical Institute Director and appropriate AFGE Vice

President will meet to discuss training requirements and priorities.
~
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ARTICLE 20

~
HOURS OF WORK

.

I
SECTION 1. The Employer agrees to provide the following:

a. Assignments to tours of duty shall be scheduled in
advance normally for periods of not less than 4 weeks unless
legitimate mission requirements dictate otherwise.

b. The administrative workweek shall be 7 consecutive
days, Sunday through Saturday. The basic workweek shall be
Monday through Friday, and the 2 days outside the basic workweek
shall be consecutive unless legitimate mission requirements dictate
otherwise.

I

I

.

.

c. The working hours in each day in the basic workweek
shall normally be between the hours of 6 a.m. and 6 p.m.

d. The basic nonovertime workday shall not exceed 8 hours.

e. The occurrence of holidays shall not affect the
designation of the basic workweek.

f. Under A WS procedures, breaks in working hours of more
than I hour shall not be scheduled in any basic workday unless
mutually agreeable to Employer and Employee.

SECTION 2. Workweek and hours of duty will be administered in
accordance with applicable laws and regulations.

SECTION 3. Rotating tours of duty shall be posted in the
appropriate work area covering at least a 4-week period unless
legitimate mission requirements dictate otherwise.

SECTION 4. Individual temporary changes in the tours of duty or
hours of work will be made only to meet legitimate mission

requirements.

SECTION 5. Individual, temporary changes in the tours of duty
will be distributed and rotated equitably among equally qualified
employees. A roster or record of employees involved in changes of

.
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tours shall be maintained by the Employer and 'can be reviewed by
the Union Representative.

SECTION 6. Reasonable time will be allowed, where necessary , to
clean up prior to the lunch period and at the end of the workday. In
the same manner, a reasonable amount of time will be allowed for
Employees for the storage, cleanup, and protection of Government
property, equipment, and tools prior to the end of the workday.

SECTION 7. Existing break practices will continue. In the event
the Employer has reason to change the current practice, negotiations
will be conducted under the provisions of Article 36. Employees
shall have access to adequate break areas.

SECTION 8. Request for transfer from shift to shift will be
considered. It is agreed that management will not make changes to
shift assignments in order to reward or punish an Employee. The
Employer will approve requests for shift changes where equally
qualified people have mutually agreed and operating requirements

permit.

SECTION 9. The Employer recognizes the mutual benefits to be
derived from the stability of Union officers and stewards within the
Unit. Therefore, the Employer agrees to make every reasonable
effort consistent with operational needs, to avoid the transfer of
Union officers and stewards from one shift to another or one work
area to another. Normal rotational assignments are not considered
shift changes for the purposes of this Section. Shift changes may be
made at the request of the individual.

SECTION 10. Alternative Work Schedules (A WS). The Parties
agree that Employees may participate in A WS in accordance with
the FAA Aeronautical Center Alternative Work Schedules
Handbook. It is recognized that the availability of a particular
schedule may be limited due to organizational requirements. If
participation is limited in a particular organization, upon request by
the Union, management will discuss the issue with the Union.

.
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SECTION 11. Telecommuting. The Parties agree that

Telecommuting is available to bargaining unit employees. Requests
to participate will be processed in accordance with the FAA

Telecommuting Handbook.

I
ARTICLE 21

IOVERTIME

I

I

SECTION I. Employees who are required to work overtime will be
compensated in accordance with applicable laws and regulations.

SECTION 2. A rotational system will be established whereby
equally qualified employees within the lowest organizational unit are
given the opportunity to participate in scheduled overtime work
assignments on an equitable basis insofar as the requirements of the
organization permits. Suitable records of scheduled overtime
worked and refused will be maintained by supervisory employees of
the organizational units to assure that each employee receives
substantially the same consideration. Such records may be reviewed
by the Union Representative. Supervisors shall not assign overtime
work to employees as a reward or penalty.

SECTION 3. The Employer agrees that any employee scheduled to
work overtime outside his/her workweek will be notified, if possible,
1 (one) week in advance, and if possible 2 (two) weeks in advance
for work performed on a holiday.

SECTION 4. Supervisors shall not normally perform bargaining
unit work on overtime if qualified bargaining unit employees
assigned to that organizational unit are available.

SECTION 5. Employees either in training or on details who are
available may be considered for overtime in their organizational unit
subject to provisions of this Article.

SECTION 6. The Employer reserves the right to direct and require
any and all employees to work overtime. However, the Employer
agrees to consider an employee's request for relief from an overtime
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assignment and if another equally qualified e.mployee is available
and does not object, the request will be honored.

'SECTION 7. Employees who are called back to work and the time
worked is riot continuous with their normal tour of duty will be
compensated for a minimum of 2 (two) hours of overtime.

SECTION 8. Leave will be copsidered on a case-by-case basis in
assigning employees for overtime.

SECTION 9. Employees whose rate of pay is below the maximum
Step of a GS-1O will be paid at the appropriate overtime rate unless
the employee requests compensatory time in lieu of payment. Jf
operational requirements permit, compensatory time will be granted
in lieu of payment. Compensatory time will be counted the same as
paid overtime in determiping equitable distribution.

SECTION 10. Telephone availability shall be administered
consistent with applicable agency regulations.

I
ARTICLE 22

ANNUAL LEAVE

SECTION1. It is mutually agreed that annual leave is the right of
the employee. However, the determination as to the time and
amount of annual leave to be granted is the responsibility of the
employee's immediate supervisor. The decision to approve or
disapprove annual leave must be based on operating requirel1lents
and emergency conditions in relation to the number of employees
and skills available to perform work. Except as otherwise provided
for by 1aw, rule, or regulation, the Employer retains the right to
cancel leave under this agreement. For these reasons, requests for
annual leave shall be made to the immediate supervisor. If the
immediate 'supervisor is not available, when applicable, the team
coordinator/leader may approve short term leave or emergency
leave. If for any reason an employee's
request for annual leave cannot be g!anted, the supervisor will
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inform the employee of the reason. The employ.ee may then submit
an annual leave request to the supervisor on a Standard Form 71,
Application for Leave. If the supervisor disapproves such annual
leave requests, the reason will be annotated on the Standard Form
71. Leave may only be denied in order to meet legitimate operating
requirements or for other justifiable and legitimate reasons.

SECTION 2. Each employee should request vacation leave not later
than February 15 for the period(s) of his/her preference. Any
conflict between employees desiring the same time period(s) shall be
resolved in favor of the employee whose projected use or lose
annual leave is the greatest at the time of scheduling provided the
individual's request was submitted by February 15. If this will not
resolve the conflict, the employee with the earliest SCD will be
given preference. Subject to operating requirements, vacations
during the weeks of Thanksgiving, Christmas, and New Years will
be made available on a rotating basis among employees who express
a desire to take leave during those periods.

SECTION 3. Every attempt consistent with the operating
requirements will be made to satisfy the desires of employees with
respect to approval of annual leave for special vacations, birthdays,
religious holidays, funerals, and other specific requests.

SECTION 4. When operational requirements permit and the
employee has sufficient annual leave, requests for leave up to 30
days will be approved.

SECTION s. It is agreed that employees will not be required to
schedule all of their use or lose annual leave. However, use or lose
annual leave not scheduled and approved prior to three pay periods
prior to the end of the leave year will not be considered for
restoration.

SECTION 6. The Employer shall not publicly post individual
annual leave records.

SECTION 7. Annual leave balances will not. be a factor for
promotion, discipline, or other personnel actions.

I30
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ARTICLE 23

SICK LEA VE

SECTION I. A request for sick leave must be made to the
immediate supervisor. If the supervisor is unavailable, when
applicable, the team coordinator/leader may approve short term or
emergency leave. Unless prior arrangements have been made an
employee must request sick leave at the beginning of each day of
sick leave required.I

I

SECTION 3. Sick leave of more than 3 (three) consecutive work
days must be supported by a medical certificate, except that this
requirement may be waived by the Employer in individual cases. If
the employee was not attended by a physician, the employee's
certificate stating the illness and the reason for not consulting a
physician will be accepted in lieu of a medical certificate.

SECTION 4. Advance sick leave up to 30 days may be granted
subject to the following conditions.

a. A review of past sick leave usage will be made to
determine the appearance of abuse of sick leave and the probability
of the employee repaying the leave.

b. The medical status of the employee has been certified by
a physician. Certification must show the diagnosis, prognosis, and
when the employee can be expected to return to duty.
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c. The advance is made with the understanding that it will
be charged to sick leave subsequently earned.

d. The amount of sick leave advanced shall be limited to the
least amount required.

SECTION 5. The Employer shall not publicly post individual sick
leave records.

SECTION 6. Available sick leave shall be approved for an
employee who is incapacitated for the performance of his/her duties
by sickness or injury .Under circumstances involving a contagio\.ls
disease which requires isolation, quarantine, or restriction of
movement of a member of an employee's immediate family, sick
leave may be granted in accordance with agency regulations
covering contagious disease, if the employee is required to care for
the patient or his/her presence at work might endanger the health of
his/her coworkers.

SECTION 7. Whenever an employee's request for sick leave is
disapproved, he/she will be informed of the reason for disapproval
and, if requested, will be given a written response.

SECTION 8. Sick leave balances will not be a factor for promotion,
discipline, or other personnel actions.

ARTICLE 24

LEA VE WITHOUT PA y

FOR UNION REPRESENTATION

SECTION I. Leave without pay may be granted to a member of the
Union to serve with AFGE at the National level for up to 1 (one)
year. Extensions will be granted by the Director, Civil Aeromedical
Institute, for subsequent 1 (one) year periods upon request unless
legitimate operating requirements dictate otherwise. The total
duration may not exceed the terms of the appointed or elected
position in AFGE of the affected employee.

.

.
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ARTICLE 25

LEA VEFOR SPECIAL

CIRCUMSTANCES

SECTION I. In the event of a death in the employee's immediate
family, appropriate leave will be granted in accordance with Articles
22 and 23. Employees may be granted L WOP in accordance with
controlling regulations. The amount of leave will depend upon the
circumstances in each individual case. Immediate family is defined
as s~~se/significant other, children and grandchildren, also mother,
father, grandparents, brothers and sisters of the employee and

spouse.

sEcnoN 2. In the event of a death in the employee's family other
than the immediate family, annual leave may be granted. Family
other than immediate family is defined as aunt, uncle, nieces, and

nephews.

SECTION 3. In the event of accident or illness in the employee's
immediate family, the employee may be granted annual leave.

SEcnON 4. BLOOD LEA VE

a. Upon request, employees will be granted 4 hours of
excused absence, without charge to annual or sick leave, in
connection with each blood donation.- Employees must request
excused absence for this purpose and obtain prior approval from the
appropriate management official; approval of such requests is
subject to the operational demands of the organization.

b. Excused absence for blood donations is for the sole
purpose of traveling to and from the site where blood will be
donated, clinical time for the extraction of the blood, and
recuperation or recovery time required as a result of donating blood.
Recuperation time shall be taken immediately following the blood
donation.
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Co Upon return to work, employ.ees must furnish
documentation, signed by an official of the institution receiving the
donation, which reflects the date, time, and location of the donation.

do Excused absence for the purpose is only authorized for
employees who donate blood. Employees who sell their blood are
not authorized excused absence but must be charged annual leave or
leave without pay.

SECTION So FAMll... Y AND MEDICAL LEA YE. The Parties
agree that requests for Family and Medical leave under the Family
and Medical Leave Act of 1993 will be processed in accordance
with the Act and governing rules and regulations.

.
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ARTICLE 26

EXCUSED ABSENCE

SECTION 1 The Parties agree that excused absences will be

governed by applicable laws, comptroller general decisions, and
FAA directives.

SECTION 2. Designated Union representatives may be granted
duty time not to exceed a Union total of 16 hours per year to receive
information, briefings, or orientation by the Union or the Employer
relative to the Federal Labor Relations Program.

Determination as to whether these sessions are of mutual benefit
shall be made by the Employer after the Union submits an agenda.

Determinations as to whether an individual can be spared from duty
shall be made by the Employer based on operational requirements.
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ARTICLE 27

FURLOUGHS FOR LESS

THAN 30 DA YS

SECTION I. Furloughs for less than 30 days shall be administered
in accordance with prescribed laws and Office of Human Resource

Management regulations.

SECTION 2. The Employer agrees to notify the Union when it is
determined that furloughs will be necessary within the bargaining
unit.

The Union will be notified of the reason, length, and the
approximate effective date of the proposed furlough.

If the proposed furlough does not affect all employees in an
organization, the Union will be notified of the reason for exemption,
number, types, and grades of employees exempted.

SECTION 3. The Employer agrees to consider the desires of
affected employees in scheduling furloughs to the extent it does not
conflict with regulations, national guidelines, or operating

requirements.

SECTION 4. The Employer agrees to make available information
concerning the impact of a proposed furlough on employee benefits.

ARTICLE 28

REDUCTION-IN-FORCE

SECTION I. Reductions-in-force (RIP) shall be administered in
accordance with prescribed laws and Office of Human Resource

Management regulations.

SECTION 2. The Employer agrees to notify the Union when it is
determined that reduction-in-force actions will be necessary within
the bargaining unit.
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The Union will be notified of the reason for the reduction-in-force,
the approximate effective date and the number of positions to be

reduced. At this time, the Union President may submit proposals for

negotiation concerning the procedures management will follow
within the scope of Public Law 95-454 and the Employer's authority.

ARTICLE 29

PAGERS

SECTION I. Employees who voluntarily wear or carry an
electronic device for recall purposes during non-duty time will not
be compensated.

SECTION 2. Employees who wear or carry electronic devices for
recall purposes may be disciplined for failure to answer and/or

report as directed.

.

I

ARTICLE 30

HAZARDOUS DUTY/ENVIRONMENTAL

DIFFERENTIAL PAY

SECTION I. Employees involved in the performance of hazardous
duty in accordance with Agency Order 3550.10 will be compensated
as appropriate.

I

ARTICLE 31

HEALTH AND SAFETY

SECTION I. The Parties agree to strive for a safe and healthful
work place for all employees in accordance with applicable laws and

regulations. All employees, supervisors, and management officials
are responsible for prompt reporting of observed unsafe conditions.
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SECTION 2. Accident records will be maintained by the Employer
as required by applicable laws and agency regulations, and will be
available for review upon request of the Union.

SECTION 3. When safety and health inspections are performed by
professional or agency designated safety and health inspectors which
will result in the completion of FAA Form 3900-1 or 3900-2, a
Union representative who would otherwise be on duty shall be
afforded an opportunity to accompany the inspector while the
inspector is in the bargaining unit.

SECTION 4. Protective equipment and clothing as required by
applicable laws and agency regulations shall be provided by the

Employer. Safety equipment damaged 1hrough no fault of the
employee may be replaced upon request.

SECTION 5. The Employer shalJ not assign an employee to work
alone in a known potentially dangerous ope(ation unless provisions
have been made for prompt assistance to the employee in the event
of an accident.

SECTION 6. The Employer agrees to supply and maintain on a
regular basis an adequate number of fire extinguishers.

SECTION 7. The Employer will assist employees who are injured
on the job in the completion of proper injury compensations forms.

SECTION 8. ATTIRE: Employees should come to work dres~ed
suitably for the job to be performed. In those cases where the work
assignment during the day requires other attire, the Employer agrees
to provide reasonable time for the employee to change to appropriate
clothes. The Employer agrees, where feasible, tp provide access to
adequate facilities for changing clothes.

I
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ARTICLE 32

TRA VEL AND PER DIEM

SECTION I. The Parties recognize that all matters relating to travel
and per diem shall be governed by applicable laws and regulations.

SECTION 2. To the maximum extent practical TDY travel will be
during official duty hours. Employees may participate in A WS to
the extent that it corresponds with the function(s) to be performed
while in the TDY status. I

IARTICLE 33

PERFORMANCE OF
CO MMER CIAL A CTIVITIES

OMB CIRCULAR A-76
AND SERVICE CONTRACTS

SECTION I. The Union may file an appeal of cost comparison
determinations which favor Contract performance. Appeals may be
filed in accordance with appropriate regulations in effect at the time
of the determinations.

SECTION 2. The Union shall be notified in writing when an A- 76
cost comparison study is to be initiated which may result in a
transfer to Contract performance services currently performed by
Unit employees.

SECTION 3. The Union shall be provided a copy of the solicitation
which may result in a transfer to Contract performance services

currently performed by Unit employees.

SECTION 4. The Employer agrees, in the interest of minimizing
adverse actions and/or reducing separations of career employees
affected by decision to permanently contract-out work currently
performed by Unit employees, to consider restricting new hires and
giving employees displaced as a result of the decisions to contract-
out consideration for vacant positions for which they are qualified
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and the Employer intends to fill, which are at the same or lower
grade as the employee being displaced.

SECTION 5. The Employer agrees to provide individuals
appropriate counseling (including grade and pay retention), when
requested, to employees whose jobs are abolished as a result of
conversion to Contract.

sEcnoN 6. SERVICE CONTRACTS. When the Employer
proposes to initiate a Service Contract within the bargaining unit to
perform current bargaining unit work load the Union will be
informed of the proposal and provided the reason(s) for the proposal.

I

ARTICLE 34

USE OF OFFICIAL FACILITIES

SECTION 1. Union officials and stewards will have reasonable
access to Government telephones for use when necessary in
conducting proper labor-rnanagement relation activities. The Parties
recognize and understand that the misuse of telephone by anyone
may serve as grounds for appropriate action designed to correct the
misuse.

SECTION 2. The Employer agrees to provide the Union with a
telephone which has access to the Federal Telecommunications
System (FTS). Use of FTS is limited to the collective bargaining
relationship at the Mike Monroney Aeronautical Center. The FTS is
not to be used for personal calls.

SECTION 3. The Employer shall provide adequate bulletin board
space for the posting of Union material. The Parties recognize that
the posting of scurrilous or inflammatory material is prohibited.

SECTION 4. Newsstands for the Union literature may be placed in
the main break area of the CAMI building. Stands shall be subject to
the approval of the Employer in terms of their suitability from the
standpoint of decor.
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SECTION 5. The Union will be permitted to use the internal mail
system and cc:Mail for communicating on proper labor relations
subject. In no event shall the either system be used for internal
Union communications.

SECTION 6. The Union will be permitted to use Agency copy
machines to reproduce copies of their grievances and other material
necessary for conducting proper labor relations business. The Union
may use a designated F,AX machine. All FAXes sent long distance
will be logged. I

ARTICLE 35

PARKING

SECTION 1. The Employer will provide

accommodations for employees.

I
parkingadequate I

-

-

.

ARTICLE 36

CHANGES IN AGREEMENT

AND P AST PRA CTI CES

SECTION I. It is agreed that personnel policies, practices,
procedures, and matters affecting conditions of employment which
are in the scope of the Employer's authority will not be changed or

implemented without prior notification to the Union.

SECTION 2. The Employer shall notify the Union and negotiate if
requested prior to implementing changes in personnel policies,

practices, procedures, or matters affecting conditions of employment
that are within the scope of the Employer's authority and that are not

specifically covered by this Agreement. Upon notification, the
Union has 14 calendar days in which to request negotiations.

SECTION 3. It is agreed that management will notify the Union of

planned changes in existing physical security practices affecting the

employee's working environment prior to implementation, and, will
40 -
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when operational requirements permit, afford the Union an

opportunity to request to negotiate the procedures for implementing
the change(s).

ARTICLE 37

CONTRACT REOPENING

SECTION 1. The Parties agree that by mutual consent 1his

Agreement may be reopened and modified during the term of the

Agreement.

I
ARTICLE 38

EFFECnVE DATE AND DURA TION

SECTION 1. This Agreement is for a period of 3 (three) years and
shall become effective on the date it is approved by the FAA
Administration or his/her designee. It shall automatically renew
unless either Party gives written notice to the other of its desire to
amend or terminate the Agreement. The written notice must be
given not more than 105 calendar days or less than 60 calendar days
preceding the expiration date of the Agreement. Within 30 (thirty)
days after receipt of the written notice, the Parties will meet and
begin negotiations. If negotiations are not completed prior to the
expiration date, this Agreement shall remain in full force and effect
until a new Agreement is reached. If this Agreement is

automatically extended under the terms of this Article, the laws,
regulations, and policies of pertinent governmental agencies current
at the time of extension, shall be controlling in the event of conflict
or incompatibility with the Agreement.

I
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I
APPENDIXI

GLOSSARY OF TERMS AND ACRONYMS

I
AFGE: American Federation of Government Employees. An

AFUCIO affiliated National Union of which Local 2282 represents

employees in the Center- Wide bargaining unit.
-

A ws: Alternative Work Schedules. Work schedules that deviate

from a standard 8 hour a day, five days a week fixed schedule.

CAMI: Civil Aeromedical Institute.

I
CSRA: Civil Service Reform Act. Public Law 95-454 passed in
1978. .

-

EAP: Employee Assistance Program. A program that, through the ,
use of contract counselors, provides confidential counseling to F AA

employees and their immediate families on personal problems. I
EEOC: Equal Employment Opportunity Commission. A Federal
commission established by Congress to provided oversight and
direction for Equal Employment Opportunity. Discrimination may
be based on one or more of the following factors: race, color,

religion, sex, national origin, age, or handicapping condition. I

IF AA: Federal Aviation Administration. The parent Agency for the

Mike Monroney Aeronautical Center.

IFLRA: Federal Labor Relations Authority. An organization
established by the Civil Service Reform Act to oversee and direct
Federal labor relations activity.

.FLSA: Fair Labor Standards Act (Pay). A Public Law regulating
the pay of certain federal employees.
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FMLA: Family and Medical Leave Act. A Public Law requiring an

employer to grant Leave Without Pay in certain circumstances.

FSIP: Federal Services Impasse Panel. An organization with the

power to resolve disputes over contract negotiations and language

through a binding decree.

L WQP: Leave Without Pay. An approved leave status for which

the employee does not receive pay.

I MMAC: Mike Monroney Aeronautical Center. The Employer.

MSPB: Merit System Protection Board. An organization created
by the Civil Service Reform Act to hear and adjudicate employee

appeals of certain adverse actions.

0MB: Office of Management and Budget.

OPM: Office of Personnel Management. The organization that

provides guidance and regulations concerning federal personnel
actions.

or equivalent: The designation that recognizes that not all

organizations are the same. This also allows the use of team
coordinators, team leaders, etc., to perform certain functions under
this agreement.

I The employee's annualPER: Performance Evaluation Report.

appraisal.

probationary employee: An employee in their first 12 months of
regular full-time federal employment. A probationary employee
may be "summarily dismissed" according to the U.S. Supreme Court.
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RIF: Reduction-in-Force: A procedure under which an employee

may be reassigned, demoted, or terminated because of changes

within the Agency, workload decrease, reorganization, skills

imbalance, decrease in funding, etc.

SCD: Service Computation Date. The service computation date

used for the purpose of determining leave accrual. This is the date
found on the employee's pay detail. "

TDY: Temporary Duty. The status of an employee when in official

duty status at other than the employee's regular duty location.

threshold issue: An issue presented to a third party that requires
resolution prior to the presentation of the primary issue.

Union member: A member of the Unit who elects to join the union.

Unit: Bargaining Unit. Those employees eligible for representation
by the Union.

I

I

I

II
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.APPENDIX II

ALPHABETICAL LISTING
ARTICLE ~

ALCOHOLISM AND DRUG ABUSE

ANNUAL LEAVE

CHANGES IN AGREEMENT
AND PAST PRACnCES

CONTRACT REOPENING

DISCIPLINE AND ADVERSE ACnONS

DUES WITHHOLDING

EFFECTIVE DATE AND DURAnON

EMPLOYEE ASSISTANCE PROGRAM

EMPLOYEE RIGHTS

EQUAL EMPLOYMENT OPPORTUNITY

EXCUSED ABSENCE

FURLOUGHS FOR LESS THAN 30 DA YS

GRIEVANCE PROCEDURE

HAZARDOUS DUTY /ENVIRONMENT AL PAY

HEALTH AND SAFETY

HOURS OF WORK

LABOR-MANAGEMENT COOPERATION

LEA VE FOR SPECIAL CIRCUMSTANCES

LEA VE WITHOUT PA Y FOR
UNION REPRESENTATION

LOANS, DETAILS, AND
TEMPORARY PROMOTIONS

MANAGEMENT RIGHTS

OVERTIME

21

29

40

4}

5

}3

4}

20

25

34

35

7

36

36

26

17

33

I 32

21

2

28
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IPAGERS

PARKING r

PARTIES

PARTNERSHIP

PERFORMANCE APPRAISALS

PERFORMANCE OF COMMERCIAL

ACTIVITIES (CONTRACTING)

POSITION DESCRIPTIONS

PROMOTIONS

REASSIGNMENTS

RECOGNITION

REDUCTION-IN-FORCE (RIF)

SICK LEA VE

TRAINING

TRA VEL AND PER DIEM

UNION REPRESENTATION
AND OFFICIAL TIME

USE OF OFFICIAL FACILITIES

36

40

19

16

38

21

23

23

I

I
35

31

25

38 I

3

39

I

I
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